Abstract. Talent management practice is crucial in relating the potential talent. The GLCs need to have a potential talent in order to continue the value creation for business competitiveness. Moreover, talent that possesses high level of commitment and engagement will add value in the organization. This study aims to examine the relationship between talent management practices and employee engagement of employees at GLCs. The sample included 230 employees, which were selected randomly. For this study the method for data collection uses a structured questionnaire and were analyzed using partial least square. The hypothesis in this study is accepted whereby on the empirical evidences, it proves the relationship between talent management practices and employee engagement..
Introduction
In the contemporary world of work, to compete effectively, companies not only must recruit the top talent, but must also inspire and enable employee to apply their full capabilities to their work. GLICs are investment arms of the government that allocate government funds to the GLCs. In addition to having ownership in GLCs the Malaysian government also has an influence on the appointment of members of the board of directors and senior management positions. Many GLCs are rapidly growing, improving productivity and showing strong performance in their core businesses. GLCs are leading the way in performance in certain sectors such as banking, with Maybank and BCHB/CIMB showing significant improvement in their fundamentals. In addition to that, some GLCs have made waves in the international market, raising the profile of Malaysian businesses internationally, as well as raising industry standards.
To strive for success in the era of globalization, GLCs need to have a potential talent to continue the value creation for business competitiveness. Talent that possesses high level of commitment and engagement will add value in the organization. Contemporary organizations need employees, who are psychologically connected to their work; who are willing and able to invest themselves fully in their roles; who are proactive and committed to high quality performance standards. They need employees who feel energetic and dedicated, i.e., who are engaged with their work the applicable criteria that follow [1, 2] define an engaged employee as a worker who is fully involved in and enthusiastic about his or her work. Engagement was essentially defined as "an innate human desire to contribute something of value in workplace Employee engagement as a key to the retention of talent (one-of-a kind hire in 100 employees; [3] is an area in which the leads has been taken by practitioners [4] [5] [6] [7] [8] [9] . Employee engagement is viewed as an important construct because it is has been linked to increasing the retention of top talent as an outcome of the talent management process for e.g. [10] .
Talent management has now been identified as a critical enabler for the Government Transformation Programme (GTP), Economic Transformation Programme (ETP) and the 10th Malaysia Plan (2011) (2012) (2013) (2014) (2015) to propel Malaysia towards the competitive status of a high income economy and achieve a vision 2020. It is time to tap the local talents to move forward. Malaysians need to synergize the strength to achieve the Strategic Reform Initiative of ETP in developing quality workforce and reducing dependency on foreign labour. GLCs should be given the opportunity to develop their own capacities and capabilities and consider sourcing talents with a global vision and culture.
Bureaucratic meddling, conflicting objectives, over-centralization of decision making and inadequate capitalization and the lack of managerial skills are also pressing problems for GLCs [11] . Directorship and senior managerial positions in GLCs where political patronage positions for retired military and high level civil servants, or for relatives and friends of powerful political leaders [12] [13] According to [14] GLCs are facing issues on internal control, lacking in strategic direction resulting in poorer return on capital and shareholder value, lower productivity, higher gearing MATEC Web of Conferences 150, 05060 (2018) https://doi.org/10.1051/matecconf/201815005060 MUCET 2017 ratio, inefficient procurement handling, and ineffective performance management system.
Another issue that raised attention is the weak linkage between employee's performance and the reward scheme in GLCs [15] . The issues on ineffective performance management system thus creating job dissatisfaction. Among the employees which leads to changing of job attitudes, followed in the longer term by responses that are more retaliatory such as quitting [16] . When the evaluation process is not transparent, the outcome will be imbalance and it may give detrimental impact on employee engagement. Based on the finding by [17] , it shows the unfairness in the performance management system and top management will always have the right to override the KPI points. Furthermore, the top management have the power to reduce or increase the total KPI points of the employees.
Talent Management Practices.
According to TalentCorp (Malaysia), talent management practices refer to a process of identifying, developing the potential talent. GLCs need potential talent to strive a success in an organization, as most of the GLCs expanding the operation internationally. Through the implication of talent management practices it helps the organization in retaining the potential talent to stay in the existing organization. Based on the study done by [18] , there is insignificant relationship between talent management and employee engagement. Therefore this study will be more beneficial as empirical evidence is provided to prove the relationship between talent management practices and employee engagement. Employees that highly engaged contribute greater outcome, they are aware of business context and work closely with other colleagues at the workplace. Employee engagement is a vital for the organization in retention of top talent as being proposed by existing studies, for example by [10] . Furthermore, the key driver of employee engagement is the strong implementation of career development and this relates with talent management practices. As effective talent management practices can result in more engaged employees and lower turnover, it will bring forward positive outcome in enhancing the performance at GLCs [19] .
Employee Engagement.
Employee engagement as a key to the retention of talent. Employee engagement has a substantial impact on employee productivity and talent retention. [20] see engagement as engaging employee into the strategic process which is different than the attitude and the behavior. Engagement is part of the "fair process" with explanation and clarity of expectations. Based on their findings, employees care about the justice of the process as much as they do the outcome itself. They claim that fair process affects people's attitudes and behaviors. In their model: Engagement is part of the fair process which is followed by trust and commitment (attitude). Then the employee voluntarily cooperates (behavior) and exceeds expectations (strategy execution). The authors define engagement as "involving individuals in the strategic decisions that affect them by asking for their input and allowing them to refute the merits of one another's idea and assumptions" (p.175).
1.3
The Relationship between Talent Management Practice and Employee Engagement
Employee engagement is the act of an employee being involved in, enthusiastic about, and satisfied with his or her work. Talent management practices and policies that demonstrate commitment to human result in more engaged employees and lower turnover [21] . The study done by [22] shown that there is a significant contribution between talent management practice (employee career development and rewards and recognition) and employee engagement. Based on the study done by [18] , there is insignificant relationship between talent management and employee engagement. Therefore this study will be more beneficial as empirical evidence is provided to prove the relationship between talent management practices and employee engagement. Employees that highly engaged contribute greater outcome, they are aware of business context and work closely with other colleagues at the workplace. Employee engagement is a vital for the organization in retention of top talent as being proposed by existing studies, for example by [10] . Furthermore, the key driver of employee engagement is the strong implementation of career development and this relates with talent management practices. As effective talent management practices can result in more engaged employees and lower turnover, it will bring forward positive outcome in enhancing the performance at GLCs [23] . If employees feel they have the opportunity to expand their career, they are more likely to have positive feeling about the organization. In this context, career development for employees at GLCs is crucial, if the employees do not have the opportunity for career growth this lead to job dissatisfaction. Therefore, every organization needs to have a strong support on talent management practice which results in more engaged employees and lower turnover. The challenge today is not just retaining talented people, but fully engaging them, capturing their minds and hearts at each stage of their work life. The literature provides considerable support for the significant link between talent management practices and employee engagement. Therefore, the following hypothesis is proposed:
H1: There is a significant positive relationship between talent management practices and employee engagement.
A questionnaire survey was used to gather primary data for this study. Stratified random sampling technique is use to select the respondent for this study. The respondents for the study are drawn from GLCs employees in Malaysia. Questionnaire were reported using 5 likert scale ranging from (1) strongly agree to (5) strongly disagree. In this study, the questionnaire for talent management practices is adapted from research by [24] and [25] and employee engagement will be measured by 9-items Utrecht Work Engagement Scale (UWES-9) based from [26] .
To investigate the research model, the statistical software application SmartPLS 3.0 [27] is used to compute the PLS path model. In evaluating and reporting the results, it is done by following recent guidelines for PLS-SEM given by [28] and [27] . Two step approaches were used, (1) confirmatory factor analysis, to confirm validity and reliability (2) structural equation model, to assess the path model [29] . IBM Statistical Package for Social Science (SPSS) version 22 was also used for importing data and to explain the descriptive statistics. 16 .4% of the respondents are master holders, and 15.0% of the respondents are diploma holder. Majority of the respondents (32.9%) are having less than 5 years of experience. As for the salary, it could be conclude that, most of the respondent salary are at the range of RM 6001.00 and above (34.7%).
Results and Analysis

3.1Measurement Model
Convergent validity
In analyzing the measurement model convergent validity need to be assess. Convergent validity is the degree to which that constructs that are expected to be related are, in fact, related. For convergent validity, it will be verified through average variance extracted (AVE) [30] . AVE measure the amount of variance captured by a construct by calculating the ratio of the amount of the variance captured by the construct and the measurement variance. Convergent validity is adequate when constructs have an AVE of at least 0.5 with factor loading of each item at ≥ 0.6 [31, 32] . Base from table 1 above, all constructs statistically achieved the AVE >0.5, where talent management practice with AVE 0.582 and employee engagement with 0.773. All factor loading are also range from 0.651 to 0.905 which is as recommended by [31] . Comply with the aforementioned scholar's convergent validity of each dimension inspection standards, the various aspects of this study have convergent validity.
Discriminant validity
Discriminant validity is the degree to which item distinguish among the construct [33] . Discriminant validity was measured by evaluating the correlations between constructs and the square root of AVE for that construct [31] . Besides that, the square root of AVE must be higher than the correlations values in the row or column. [34] . Table 2 shows the discriminant validity of this study. Therefore, the measurement model is accepted as it fits all the criteria of convergent and discriminant validity.
Reliability analysis
Reliability analysis was done to determine the reliability of the questionnaire. As for this study reliability will be assess through (1) internal consistency and (2) cronbach's alpha. To measure internal consistency the composite reliability were tested. As recommended [34] for composite reliability, all the items must be more than 0.70 as the minimum value is 0.70. From table 2 we can see that all value for composite reliability for all the items are more than 0.70. The value of composite reliability for items of talent management practice is 0.967, and value for employee engagement items is 0.968. Therefore it could be concluded that high level of internal consistency reliability have been demonstrated among latent variables. As for the cronbach's alpha, the suggested value for cronbach's alpha is above 0.6 [35] . Based on the result, all the cronbach's alpha value for each construct are above 0.6 where the value for talent management practice are 0.964 and employee engagement are 0.963. Align with the composite reliability, all the construct are exceed the suggested value and it's showed all the measurement are reliable.
Structural model
After reliability and validity testing is completed, next is the path for the PLS model coefficient test and predict estimated structural model analysis. Consistent with [36] bootstrapping (500 sample) was used to generate t-statistics. This allows us to access the statistical significance of the path coefficients. The use of the t-value to estimate the p-value, to test the significance of coefficient the carried out to determine the hypothesis whether was established [37] . Examining the path coefficient value, a researcher is able to know the strength of the relationship between variable [38] . Table 4 and Fig. 1 show the result of the structural model from the PLS output.
Based on the result, hypothesis which were proposed were accepted as the t-value is significant at p<0.01. In structural model, R 2 of the variables could expresses the proportion of variance in the independent variables (talent management practice) explained by the structural relationships for the dependent variable (employee engagement). Based on the result in table 4, R 2 was found to be 0.614 which indicates that the PLS regression model can explain 61.4% of total variance in employee engagement. It is similar with the assessment suggested by [39] 0.26 substantial, 0.13 moderate and 0.02 weak. Thus, in this study R 2 here is considered substantial. Another criterion to assess the quality of the model is using the blindfolding procedure to generate the cross-validate communality and cross-validated redundancy, where Q 2 values will be calculated. According to [31] the model will have predictive quality if the cross-redundancy value was found to be more than 0, otherwise the predictive relevance of the model cannot be concluded. From the results in table 4, the obtained cross validated redundancy was found to be 0.417. This result supports the claim that the model has an adequate prediction quality. Talent  manage  ment  practice   TMP1  TMP2  TMP3  TMP4  TMP5  TMP6  TMP7  TMP8  TMP9  TMP10  TMP11  TMP12  TMP13  TMP14  TMP15  TMP16  TMP17  TMP18  TMP19  TMP20 
Fig. 1. structural model
Conclusion
It has been empirically shown the bigger the R 2 , the higher the predictive power of the model. The proposed model shows that 61.4 % of the proportion in variance. This finding concurs with previous study by [40, 22] . Therefore this study would be beneficial for GLCs as there are limitations on empirical evidence on the study of talent management. Based on the empirical evidences in this study it proves the positive relationship between talent management practices and employee engagement. As Malaysia aspires to transform into a developed and more competitive economy by 2020, talent will play a crucial role in order to strive for success and to sustain strong economic growth. In order for the GLCs to retain the talent it is important for the organization to focus on nurturing and developing talent of the human capital in GLCs.
The authors also acknowledge that the study is somewhat limited in size and scope in that we only test on few GLCs. The respondents were drawn from only five GLCs, while different types of GLCs may report different results if surveyed.
